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ORGANISATIONAL DEVELOPMENT PERFORMANCE 

INTRODUCTION 


The Corporate & Human Resources Cluster of the eThekwini Municipality consists of the 
following Units: 

Human Resources; Skills Development; Occupational Health; and Management Services. 

The Human Resources Unit has a mandate in particular to address the following areas of 
responsibility: 

• Recruitment, selection and employment; 

• Labour relations management; 

• Pay and leave administration; 

• Staff administration; 

• Grading and remuneration; 

• Sick leave management; 

• Employee wellness; 

• Rewards and recognition systems; 

• Performance management systems for all staff; 

• Talent management and succession planning; 

• Scares skills retention initiatives; and 

• Staff morale, organisational diagnostics and perception studies. 

The Corporate and Human Resources Cluster's functions and responsibilities address many of the 
IDP requirements to ensure effective service delivery and community development, these 
include: 

• To raise the skills levels and development of employees; 

• To improve the productivity, efficiency and effectiveness of the Municipality; and 
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Poste 








Ho. 

% 

Water (Water & Sanitation) 


4368 

2624 

2209 

50.57% 

Waste Water (Sanitation) 

Included above 




Electricity 

1816 

3512 

1991 

1702 

48.46% 

Waste Management (Cleansing & Solid Waste) 


2667 


863 

32.36% 

Housing 

511 

713 


343 

48.11% 

Waste Water (Stormwater Drainage) (Engineers 






Stormwater) 

1342 

2429 


1139 

46.89% 

Roads (Engineers Roads) 

Included above 




Transport (Transport Authority) 


393 


328 

83.46% 

Planning (Planning & Development) 


597 

413 

373 

62.48% 

Local Economic Development (Economic 






Development & Investment Promotion) 

36 

47 

43 

30 

63.83% 

Planning (Strategic & Regulatory) 

Included in Planning & De\ 

/ above 



Local Economic Development (Duplication?) 






Community & Social Services (Parks, Leisure & 






Cemeteries) 

3846 

8188 

4062 

4718 

57.62% 

Environmental Protection 

39 

46 

38 

18 

39.13% 

Health 

1016 


1085 

1269 

61.96% 

Security and Safety 

2691 

4534 

3613 

3386 

74.68% 

Sport and Recreation (Sports & Development) 

21 


22 

84 

93.33% 

Corporate Policy Offices and Other (Corporate & 






Human Resources, Governance & Office of the 






City Manager) 

3382 

2173 

3819 

1203 

55.36% 

Totals 








** The percentages vacancies is or appears unrealistically high due to the fact that it is reflected 
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Vacancy Rate 2009/10 


vovaiiv 

Designations 

*Total Approved 
Posts 

*Vaancies 

*yac|f|^^s 
(as a i>roi)ti^ion erf 

i^lSilts'jni^each 


No. 

fulltirne epuiyalents) 
No. 

cifegdry) 

% 

Municioal ManaRer 

1 

0 

0% 

CFO 

1 

0 

0% 

other S57 Managers (excluding Finance Posts) 

6 

0 

0% 

Other S57 Managers (Finance posts) 

13 

0 

0% 

Police officers 

1266 

1224 

97% 

Fire fighters 

760 

309 

41% 

Senior management: Levels 13-15 (TK 16- 
18)(excluding Finance Posts) 

1009 

629 

62% 

Senior management: Levels 13-15 (TK 16-18) 
(Finance posts) 

13 

5 

38% 

Highly skilled supervision: levels 9-12 (TK 11- 
13)(excluding Finance posts) 

655 

191 

29% 

Highly skilled supervision: levels 9-12 (TK 11-13) 
(Finance posts) 

25 

15 

60% 

Total 




Note: ‘For posts which are established and funded in the approved budget or adjustments budget (where changes in employee 
provision have been made). Full-time equivalents are calculated by taking the total number of working days lost (excluding 
weekends and public holidays) while a post remains vacant and adding together all such days lost by all posts within the same set 
(e.g. 'senior management') then dividing that total by 250 to give the number of posts equivalent to the accumulated days. 


1 Turn-rOver Rate 



Total 

Terminations during 


Details 

Appointments as 
of beginning of 

the Financial Year 

Turn-over Rate* 


Financial Year 




No. 

No. 


2007/2008 

1440' 

704 

4.67% 

2008/2009 

2053 

466 

2.96% 

2009/2010 ^ 

2287 

471 

2.84% 

♦ Divide the number of employees who have left the organisation within a year, by total number of employees who occupied 

posts at the beginning of the year 
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COMMENT ON VACANCIES AND TURNOVER 

The Municipality’s assisted education scheme is well used as a means of helping interested staff acquire skills 
to ensure that they are given greater responsibilities. In addition, staff is appointed to act in high level 
positions as part of their development. Several management and supervisory development programmes are 
also used for staff development. The annual Workplace Skills Plan identifies training needs for all staff. Most 
of the managerial and supervisory post vacancies are filled by internal appointments. A strategy has been 
implemented to assist the Municipality in recruiting and retaining identified scarce skills. This strategy has 
brought stability to the employment levels of scarce skilled staff. The Municipality has partnerships with 
several tertiary institutions and professional bodies to encourage school leavers to study for qualifications in 
fields where a national shortage exists. Various learnerships have also been introduced in the Municipality to 
assist In the development of skills and competencies in various fields. 

The Municipality has one vacant Section 57 post for a Deputy City Manager: Corporate and Human 
Resources. The Deputy City Manager: Governance is currently acting in this post. 

The Municipality has had a very low staff turnover rate, at below 3% per annum for the past two financial 
years. 
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MANAGING THE MUNICIPAL WORKFORCE 

Introduction 

Note: The Municipal Systems Act of 2000, S6,7 requires municipalities to develop and adopt appropriate 
systems and procedures to ensure fair, efficient, effective, and transparent personnel administration in 
accordance with the Employment Equity Act of 1998. 

Range of policies and management practices 

1) Recruitment, selection and employment, including: 

• Advertising, short-listing, interviewing and appointments.; 

• Induction programmes; 

• Contracts of employment; and 

• Conditions of service. 

2) Industrial relations management including: 

• Collective agreements; 

• Disciplinary and grievance procedures; and 

• Dispute resolutions procedures. 

3) Pay and leave administration including: 

• Centralised payroll services; 

• Integrated HR information system; and 

• Time and attendance system. 

4) Grading and remuneration including: 

• Job evaluation; 

• Market remuneration surveys; and 

• Organogram development and administration. 

5) Sick leave management programmes. 

6) Internal perception studies. 

7) Employee wellness programme/Employee Assistance Programme. 

8) Rewards and recognition systems. 

9) Performance management system for all staff. 

10) Talent management and succession planning. 

11) Training and development. 

Emphasis 

The completion of various HR projects including: 

• Addressing the results of an internal perception study; 

• Integrated payroll, leave and related HR modules; 

• Talent management and succession planning system; and 

• Performance management system. 
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COMMENT ON WORKFORCE POLICY DEVELOPMENT 

This Municipality has made has made much progress in the development and implementation of the required 
workforce policies and procedures. It is constantly reviewing these to ensure their continued applicability and 
relevancy and developing new policies and procedures where required. 


INJURIES, SICKNESS AND SUSPENSIONS 

Number and Cost of injuries on Duty ^ 


Type of injury Injury leave Employees ProporUon AVef^g^ T 

Taken using injury employees Injuiyjeave Esi^^d 
leave using sick per : f - / 

leave' empibyee-" V " ^ 



Required basic medical attention 


Temporary total disablement 


Permanent disablement 


Fatal (5 fatalities) 


Total 


Number of days and cost of sick leave (exctuding injuries on duty) 

Total sick Proportion Employees \ ; ^Average Estimated cost 

leave of sick leave using sick employes sicklepye 

witKout leave in..ppst* per 


Salary band 


medical 
certification i 


Employees I 


Lower skilled (Levels 1-2) 


Skilled (Levels 3-5) 


Highly skilled production (levels 6- 
8 ) 


Highly skilled supervision 
(levels 9-12) 


Senior management (Levels 13-15) 


MM and S57 



between 30- 
60% 


between 30- 
60% 


between 30- 
60% 


between 30- 
60% 


between 30- 
60% 


between 30- 
60% 


8.01 R 



6,474,960 


10784 16640 


7.38 R 21,947,340 


6.54 R 10,418,790 


376,380 


132,090 


4.17 R 


4.32 R 


4.11 R 


* - Number of employees in post at the beginning of the year 

♦Average calculated by taking sick leave in column 2 divided by total employees in column 5. 


18,870 


39,368,430 
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Affirmative Action 


2 I Attraction and Retention 


3 Code of Conduct for employees 


Delegations, Authorisation & Responsibility 


5 [Disciplinary Code and Procedures 


6 [Essential Services 


Employee Assistance / Wellness 


8 [ Employment Equity 


9 [Exit Management 


10 [Grievance Procedures 


11 HIV/Aids 


12 Human Resource and Development 


13 I nformation Technology 


14 Job Evaluation 


15 Leave 

16 Occupati onal Health and Safety 

17 Official Housing 

18 Official Journeys _____ 

19 O fficial transport to attend Funerals 

20 Official Working Hours and Overtime 

21 Organisational Rights 


22 Pay roll Deductions 

23 Performance Man agement and 

24 Recr uitment, Selection and Appointments 

25 Remunerati on Scales and Allowances 

26 Resettlement 

27 Sexu al Harassment 

28 Skills Development 

29 S moking 

30 S pecial Skills 

31 Work Organisation 

32 Unifo rms and Protective Clothing 

33 Other: 
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’^Average sick leave per Employees 
(excl lOD) 



m *Average sick leave per 
Employees 


T4.3.3 


COMMENT ON INJURY AND SICK LEAVE: 


Refer to the next table which reflects the activities currently undertaken in the 
municipality to reduce lODS and sick leave absenteeism. lODs are managed 
according to the lOD procedure. Employees with Long term lOD and sick leave 
are assessed by the occupational medical practitioner as per the Incapacity 
procedure. The sick leave project ensures focused attention on sick leave 
monitoring . 


OCCUPATIONAL HEALTH AND SAFETY DEPARTMENTS FEEDBACK ON THE 
ABOVE QUERY: 

Abbreviations used; 

OHMP: Occupational Health Medicine practitioner. Medical doctor with 
occupational health postgraduate qualifications. 

OHN: Occupational health nurse: Registered nurse with postgraduate 

occupational health qualifications 

HRA: Health risk assessment 

lOD: Injury on Duty 

OD: Occupational Disease 

COIDA: Compensation for Occupational Injuries and Diseases Act 

OHSA: Occupational Health and Safety Act 

EAP: Employee Assistance programme 

VCT: Voluntary Counseling and Testing 

WHO: World Health organization 

ARVs: Antiretrovirals 

HR: Human Resources 


Municipality 1 (PERFORMANCE REPORT PART 11) 


Ste ps taken during the year to reduce injuries on duty, sick leave management and foltow up action 
Focus area I Process I Responsible I Activities/Steps taken/Follow up actions 
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Number and Period of Suspensions- 

Position 

Nature of alleged 
misconduct 

Date of 
suspension 

Deiaits of di^dplinary «icjti^ 
taken or :i^jatus f and . 
reasonsjMfby jRnialise^^^ .> 



Details as 
available at this 
stage is shown. 


Unknown 


Unknown 



Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Alleged theft of diesel 


Alleged theft of diesel 



24/12/2008 


14/01/2009 


12/03/2009 



Unlawful work stoppage; 
used Council vehicle and 
spoke to press without 
authority; involved in 
acts of gross 
insubordination, 
intimidatory rude and 
threatening behaviour 


Failure to perform duties 
carefully 


Failure to perform duties 
carefully 


Alleged actions of fraud 
and corruption 


Not performing job 
carefully; not utilising 
Council approved 
providers 


Failure to attend work 
regularly and punctually; 
absent from duty 
without leave or 
permission 


Employee involved In 
armed robbery 


17- 

21/08/2009 


17/08/2009 


Employee dismissed 1 27/08/2009 


Employee received final 
written warning 01/09/2009 


Pending enquiry outcome and 
four days suspension 



15/06/2009 I Matter concluded 


15/06/2009 I Matter concluded 


24/07/2009 jPending disciplinary 


18/08/2009 I Prosecutor still investigating 


16/11/2009 


03/08/2009 


03/08/2009 



24/07/2009 



five days suspension 


Pending investigation 


Suspension lifted; not enough 

evidence 01/09/2009 


Employee dismissed 1 18/02/2010 


Unknown 

Unknown 


Bribery and corruption 
Assault of employee 


24/08/2009 

25/08/2009 
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E 

Unknown r 

mployee accused of 
ape 3 

1/08/2009 F 

•ending investigation 


1 

c 

c 

Unknown v 

nvolved in acts of 
lishonesty; co-owner of 
)f the contractor trading 
vith the Municipality 3 

1 

,1/08/2009 F 

Jnion requested 
)ostponement 


Unknown / 

Alleged fraud 1 

.1/09/2009 F 

’ending investigation 


1 

Unknown 1 

Jse of threatening 
anguage/assault 3 

LI/11/2009 I 

yiatter ongoing 


1 

Unknown 

Jse of threatening 
anguage/assault 3 

Ll/11/2009 1 

yiatter ongoing 


Unknown 1 

Bribery and corruption : 

11/11/2009 1 

-Prosecutor still investigating 


Unknown 

Bribery and corruption 

11/11/2009 

Prosecutor still investigating 


Unknown 

Bribery 

16/11/2009 

Prosecutor still investigating 


Unknown 

Alleged fraud 

07/12/2009 

Employee back at work 

12/05/2010 

Unknown 

Alleged fraud 

07/12/2009 

Employee back at work 

12/05/2010 

Unknown 

Alleged fraud 

07/12/2009 

Enquiry scheduled for 10, 11, 

14, 17/06/2010. 


Unknown 

Alleged fraud 

07/12/2009 

Enquiry scheduled for 10, 11, 
14, 17/06/2010. 


l Inknnwn 

Rude and aggressive 
behaviour towards 
member of public 

10/12/2009 

New-hearing date not 
scheduled 


Unknown 

Under the influence of 
alcohol; aggressive 
behaviour to fellow 
employees 

17/12/2009 

Employee received final 
written warning 

26/01/2010 

Unknown 

Dishonesty 

18/12/2009 

New “ hearing date not 
scheduled 


Unknown 

Inappropriate behaviour 

31/12/2009 

Pending investigation 


Unknown 

Assault and threats 

08/01/2010 

Employee sanctioned and 
received final written warning 

04-05/05/2010 

1 1 l\l 1 V¥ f • 

1 Inknnwn 

Gross negligence 

22/01/2010 

New-hearing date not 
scheduled 


^ IlfxllWVVl* 

1 Inknnwn 

Failure to comply with 
shift times {xl9 
employees) 

25/01/2010 

Employees reinstated 

26/02/2010 

Unknown 

investigation 

08/02/2010 

Employee resigned 

05/04/2010 

Unknown 

Unknown 

Intimidation 

Dishonesty 

25/02/2010 

02/2010 

Hearing in progress since 
01/06/2010 

Pending investigation 
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Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


Unknown 


I Assault of employee 


Signed register for six 
days while he was not at 
work 


Assault 


Alleged fraud and 
corruption . 


Alleged fraud and 
corruption 


Gross insubordination 


Drinking alcohol while on 
duty 


Use of firearm and 
missing on beat 


Use of firearm and 
missing on beat 


15/03/2010 

Pending investigation 

16/03/2010 

Employee dismissed 

20/03/2010 

Pending investigation 

31/03/2010 

Employee received a sanction 
and money will be deducted 
from his salary for the six days 
owing 

21/04/2010 

Pending investigation 

30/04/2010 

New hearing date not 
scheduled 

30/04/2010 

New hearing date not 
scheduled 

28/05/2010 

New 

18/06/2010 

Hearing scheduled for 
30/06/2010 

22/06/2010 

New hearing date not 
scheduled 

22/06/2010 

New hearing date not 
scheduled 


03/06/2010 


31/03/2010 
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PERFORMANCE REWARDS 


1 Performance Rewards by Gender 

Designations 

Benefidaiy profile 

Gender 

Total number 
ofempipyees 
in group 

Number of 
benefidpries 

Expenditure oh 

rewards . 

2009/10 

R'OOO 

Proportion of 
beneficiaries 
within group 

% 

Lower skilled (Levels 1-2) 

Female 

493 




Male 

424 




Skilled (Levels 3-5) 

Female 

1686 




Male 

6666 




Highly skilled production (levels 6-8) 

Female 

2156 




Male 

3156 




Highly skilled supervision (levels 9-12) 

Female 

1719 




Male 

3873 




Senior management (Levels 13-15) 

Female 

239 




Male 

633 




MM and S57 

Female 

6 




Male 

1 




TK 16-18 

Female 

84 




Male 

211 

TK 19 and above 

Female 

26 

Male 

108 

Total 

21481 





The Municipality has been rolling out a Performance Management System with effect from 1 July 2009. 


Task Grades 14-18, the first assessment for 2009/10, are in the process of being completed. 


Task Grades 11-13 are in the process of being implemented, with the first assessment due for 2010/11 
in 2011. 

The performance rewards for staff in grades TK 14 - 18 2009/10 are in the process of being determined 
accordingly, it is not possible to complete the abovementioned schedule at this stage. 
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CAPACITATING THE MUNICIPAL WORKFORCE 

INTRODUCTION 

Note: The Municipal Service Act 2000 S68(l) requires municipalities to develop their human 
resource capacity to a level that enables them to perform their functions and exercise their 
powers in an economical, effective, efficient and accountable way. 


Capacity development 

The Municipality has several well developed capacity development programmes and systems 
in place including; 

• Annual Workplace Skills Plan (WSP); 

• Learnerships and Apprenticeship Schemes; 

• Graduate Development Programmes; 

• Talent Management Programme; 

• Assisted Education Programme; 

• Bursary Schemes; and 

• Range of Internal Short Courses. 
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MANAGING WORKFORCE EXPENDITURE 


Introduction 

The eThekwini Municipality's strategic challenge of managing human capital is included as a strategic focus 
area in Plan 5 "empowering our citizens" of the IDP. While managing the expenditure is governed through 
S66 of MFMA Act 56 of 2003. 

The economic challenges faced by the Municipality include, optimising productivity and rand value, 
balancing compensation for performance results, the growing dilemma of providing health care and 
wellness programmes for all employees, hiring and retaining professional staff and raising and addressing 
the skills levels of employees. 

The strategic and economic challenges are managed through the following key polices and programmes: 

• Affirmative action and employment equity; 

• Code of conduct of employees; 

• Job evaluation and grading; 

• Grievances and disciplinary procedures; 

• Performance management; 

• Skills development and assisted education; 

• Occupational health and safety; 

• Working hours and overtime; 

• Remuneration scales and allowances; 

• Recruitment and appointments; 

• Sexual harassment and employee assistance; 

• Sick leave monitoring and management; 

• Wellness programmes; 

• Injured on duty; 

• Workplace skills programmes; and 

• Management and supervisory development of staff. 

Managing a workforce of about 19000 permanent employees and 2000 temporary staff is both a 
responsibility of Human Resource and IT, that supports human capital through integrated software. The 
recently acquired DRL software to manage the human resource in an integrated way will consolidate many 
of the stand-alone programs which often provide a mish-mash of information. 

Financially, all vacancies and programmes are approved at the budget period in line with the strategic focus 
areas identified in the IDP. Any new posts or changes to a Job during the year will have to be approved 
through the strategic forum comprising the Deputy City Managers and the City Manager. However these 
approvals are subject to funding availability and adjustment budgets. 

All of the above is provided for on an annual basis and monitored on a monthly basis with reports 
submitted to EXCO and the Council throughout the year. Any over-expenditure is reviewed and regularised. 
The eThekwini Municipality uses benchmarks of about 30 % to monitor its workforce expenditure. 
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Number Of EmpToyees Whose Salaries Were Increased Due their 

Pft<itions Being Upgraded — — — 


Gender 

Total 

Lower skilled (Levels 1-2) (TK 1-3) 

Female 

0 

Male 

0 

Skilled (Levels 3-5) (TK 4-8) 

Female 

2 

Male 

0 

Highly skilled production 
(Levels 6-8) (TK 9-1 3) 

Female 

17 

Male 

25 

Highly skilled supervision (Levels 9- 
12) (TK 14-18) 

Female 

0 

Male ^ 

2 

Senior management (Levels 13-16) 
(TH 19-23) 

Female 

0 

Male 

0 

MM and S 57 (TK 24-25) 

Female 

0 

Male 

0 

Total 


46 



1 Fmolovees Whose Salary Levels Exceed The Grade Determined By Job Evaluati 

on 

Occupation 

Number of employees 

Job evaluatibR leyel 

R^uneratipn , 
level 

Reason for 
deviation 

There are currently 2081 "Person to Holder" posts across the Municipality. Details are available on request. ] 


Em 

olovees not appointed to established posts • - — — — — 

Department 

Level 

Date of appointment 

No. appointed 

Reason for 

aofiointment 

There are currently 3168 employees not appointed to established posts (temporary st; 

Details are available on request. 
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COMMENT ON UPGRADED POSTS AND THOSE AT VARIANCE WITH 
NORMAL PRACTICE 

The Municipality has completed implementation of the TASK Job Evaluation system. It has also 
completed its restructuring process of consolidating seven Local Entities into one municipality, 
including: 

• Restructuring completed to create new Municipality; 

• New organograms developed;, 

•All posts in new organograms have been graded on the TASK system; and 

• Arising from the grading exercise, certain posts have increased in grade while others have 
decreased in grade. 

Most of these posts and anomalies are residual from these two processes. 

The implementation of the new national Category 8 Wage Curve from the 2010/11 wage 
agreement will result in many more staff retaining their salaries as "personal to holder". 

The Municipality employs staff on temporary short-term contracts for temporary assignments 
and other short-term service delivery projects. 

All people placed on the various learnership programmes are employed on a temporary basis. 


